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The objective of this paper is to show the perceptions of top organizational leaders on the roles of 
occupational safety and health (OSH) functions and the human resource management (HRM) functions in 
the manufacturing sectors in Malaysia, Pakistan and Bangladesh.  Since the HRM concept was created by 
American scholars in the early 1980s, the general understanding among Western scholars was that OSH 
was regarded as an important part of HRM in organizations. But since then scholars did not show the 
connection between OSH and HRM in various types of organizations. OSH was looked upon as a separate 
function in the management of organizations and it was believed to be more related to the works of safety 
engineers (and medical doctors). In terms of HRM, this perception was thought to be wrong. This study 
had adopted a case study approach and the interview protocol was used to solicit data from CEOs of three 
manufacturing firms respectively in Malaysia, Pakistan and Bangladesh. It was found that CEOs of 
manufacturing firms in the three countries regarded OSH as technical functions within the jurisdictions of 
safety engineers. HRM functions had nothing to do with OSH. So the OSH department and the HR 
department existed separately in these firms. It was also found that HR departments in these firms were still 
regarded as “administrative”. There was big potential for adopting strategic HRM in these firms. When this 
happens (and also the perceptions of CEOs change), then only the OSH department and the HR department 
can be integrated. 
 
Keywords: CEO perception, Human Resource Management, Occupational Safety and Health, 










4th Conference on Business Management 2017 





   CEOs of business organizationa worldwide have been known to be quite intelligent in dealing with 
business matters and also people matters in their respective organizations (Giles, 2016; Inoue, Kato & 
Yamasaki, 2012). While not all successful CEOs are created equal, some scholars (Giles, 2016; Maidique, 
Atamanik & Perez, 2014) believe that many of them share these traits: 
 Flexibility 
 Low risk aversion 
 Business acumen 
 Visionary 
 Embrace ambiguity and uncertainty 
 Strategic agility 
 Customer focus 
 Motivator 
 Communicator 
 Continuous learner 
The difficulty in the CEO positions is that a CEO needs to be fairly well rounded in a wide range of 
competencies (Du, Gao & Levi, 2012; Frick, 2015; Kaplan & Sorensen, 2017; Khdelwal, 2001; 
Kirschkamp, 2007). The CEO's responsibility is to manage the business in such a way that departments and 
individuals work together to fulfill a vision (Kaplan & Sorensen, 2017). One big role of a CEO is to manage 
people (Bussin & Modau, 2015) This is now generally known as strategic human resource management 
(SHRM)(Ulrich (1997a; 1997b). For business organizations, CEOs must understand what strategic human 
resource management means and what it involves (Schuler & Jackson, 2016). In most parts of the 20th 
century, CEOs of organizations had treated the work of managing people as ‘administrative jobs” (Schuler, 
1992). They created Personnel Departments to undertake ‘personnel management”  of employees. Schuler 
(1992) views that nowadays human resource management need to be strategic as human resource (HR) 
professionals do contribute to the achievement of organizational goals (Ulrich, 1995). Scholars like Fitz-
enz and Beatty (Schuler & Jackson, 2014) had studied issues on the measurement of HR contrubutions and 
provided evidences that HR professionals in many types of organizations do played significant roles. The 
only problem is that the perceptions of CEOs on the importance of HR have not changed changed very 
much over the years even though we are already at the end o the second decade of the 21st century (Ulrich, 
Younger, Brockbank & Ulrich, 2012). 
HRM has evolved over time to include one important function which is called “Occupational Safety and 
Health’ (OSH) management ( Mondy & Martocchio, 2016). In organizations, OSH by tradition is the work 
of safety departments (comprising safety engineers) and medical doctors and nurses. But when the concept 
of HRM was created in the early 1980s in the USA, HRM department was supposed to coordinate the OSH 
management function within organizations. This was deemed necessary by scholars as HR professionals 
(in HR departments) have the authority and competency to develop “safety culture” among employees. 
throughout the organizations (Ulrich et al,, 2012). But CEOs of organizations need to have the right 
perceptions of this HR professionals’ roles in OSH management. Robbins and Judge (2014) defined 
perception as a process by individuals organize and interpret their sensory impressions in order yo give 
meaning to their environment (p.106). Negative or wrong perceptions of the CEOs of organizations on the 
work of HR professionals will make the latters’ work ineffective. These correct perceptions on HR 
professionals’ roles in organizations will contribute towards the development of  “sustainable 
organizations” in the long term (Pfeffer, 2009). 
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This paper investigates whether the CEOs in cement manufacturing firms in three developing countries 
namely Malaysia, Pakistan and Bangladesh have the positive perceptions on the issue that OSH 




Human Resource Management – the Concept and its Meaning 
 
It is the people that make an organization (Schuler & Jackson, 2014; Ulrich, 1997). The role of 
human resource management in organizations is to organize people so that they can effectively work (Ulrich, 
1997). It is the people in an organization that carry out many important work activities. The role of human 
resource management in organizations is to organize people so that they can effectively perform these 
activities (Schuler, 1992; Schuler & Jackson, 2007). This requires viewing people as human assets, not 
costs to the organization (Schuler, 1990; Schuler & Walker, 1990; Schuler & Jackson, 2014). Looking at 
people as assets is part of contemporary human resource management (HRM) and human capital 
management (HCM)(Schuler & Jackson, 2014). HRM and HCM have their own separate literature. But 
generally both literature talked about the value of managing people in organizations. 
 
The human resources management team suggests to the management team of organizations on how 
to strategically manage people as business resources (Schuler & Jackson, 2007). This includes managing 
recruiting and hiring employees, coordinating employee benefits and suggesting employee training and 
development strategies. In this way, HR professionals are consultants, not workers in an isolated business 
function; they advise managers on many issues related to employees and how they help the organization 
achieve its goals (Mondy & Martocchio, 2016). 
 
The concept of HRM was interpreted by scholars in  various ways (Ivancevich, 2010; Lim, Mathis 
& Jackson, 2010; Noe, Hollenback, Gerhart & Wright, 2014; Snell & Bohlander, 2010; Mondy & 
Martocchio. 2016). For many scholars, the concept of HRM was a new name for “Personnel Management” 
but with a new emphasis to cater for the needs of a changing environment effected by the advancement if 
information technology and globalization. But Mondy and Martocchio (2016) viewed HRM as a strategic 
function with important people management functions within it. They viewed that for any organization to 
be effective, there must be at least these six functions: 1) Staffing (comprising HR planning, recruitment 
and selection); 2) Human Resource Development (comprising training and development, career 
management and change management or organizational development functions); 3) Compensation 
(comprising salary and benefit management); 4) Employee or Labor Relations; 5) Performance 
Management and 6) Occupational Safety and Health Management (OSH). OSH was included in the HRM 
functions when the concept of HRM was created in the early 1980s (Boyd, 2001; 2003; Schuler, 1990’ 
Schuler & Walker, 1990). 
At all levels of the organization, managers and HR professionals work together to develop 
employees' skills (Schuler, 2007). For example, HR professionals advise managers and supervisors how to 
assign employees to different roles in the organization, thereby helping the organization adapt successfully 
to its environment. In a flexible organization, employees are shifted around to different business functions 
based on business priorities and employee preferences. HR professionals also suggest strategies for 
increasing employee commitment to the organization. This begins with using the recruiting process or 
matching employees with the right positions according to their qualifications. Once hired, employees must 
be committed to their jobs and feel challenged throughout the year by their manager. An HRM team helps 
a business develop a competitive advantage, which involves building the capacity of the company so it can 
offer a unique set of goods or services to its customers. To build the an effective human resources, private 
eISBN 978-967-0910-76-5 735
4th Conference on Business Management 2017 
 School of Business Management, Universiti Utara Malaysia,  06010 Sintok, Kedah, Malaysia,  
 
companies compete with each other in a "war for talent." It's not just about hiring talent; this game is about 
keeping people and helping them grow and stay committed over the long term. 
 
Human Resource Management – its Changing Roles 
 Theoretically, HRM should be more strategic in its roles starting from the early 1980s since the 
concept was created during that period.  But in reality research worldwide had still seen HRM as performing 
administrative roles for top management (. But lately scholars have noticed that the business environment 
globally has changed in line with technological advancement and globalization. Within this environment, 
the HR professional, who is considered necessary by managers and executives, is a strategic partner, an 
employee sponsor or advocate and a change mentor. Ulrich (1991) had discussed these roles in “Human 
Resource Champions”. The HR professionals who understand these roles are leading their 
organizations in areas such as organization development, strategic utilization of employees to serve 
business goals, and talent management and development (Ulrich, 1997a; 1997b). The reality now 
is that the performance of HR professionals (including HR departments of organizations) can be 
measured. This was the direct effect of the research works on the Balanced Scorecard (Kaplan & 
Norton, 1996).  
The Balanced Scorecard was created to help organizations to measure their business performances 
better. The HR scholars (Becker, Huselid & Ulrich, 2001Huselid, Becker & Beatty, 2005; Ulrich 
& Beatty, 2001) followed suit by creating the HR tools to measure the performances of HR 
professionals better. The HR professionals’ performances can now be shown to contribute to 
business performance or organizational effectiveness (Beatty, Huselid & Schneier, 2003; Fitz-enz 
2002; 2009; Ulrich, 1997b). Fitz-enz and Mattox (2014) have pioneered the research in HR 
measurement and has shifted it to another level which is now known as “HR Analytics” (also 
called Predictive Analytics). HRM now has slowly becoming strategic in the sense that HR 
professionals now have the ability and competency to contribute to business performance. Their 
work performance can be now measured. There are HR metrics and HR Analytics that have been 
developed by HR scholars (Fitz-enz, 2002; 2009; Fitz-enz & Mattox II, 2014) that enable the HR 
professionals’ work to be measured objectively. But for these HR professionals’ HRM roles to be 
effective, the components of the HRM functions should be clearly understood by CEOs of 
organizations. 
 
Occupational Safety and Health (OSH) – the Concept and its Meaning 
 
Occupational Safety and Health (OSH) has been viewed by scholars in two ways: OSH as 
a technical function and OSH as an HR function ( Koper, Moller & Zwetsloot, 2009; Zanko & 
Dawson, 2012). According to Kelloway and Arlal (2005), the roles of HR in the Safety and Health 
matters of a company varies significantly depending on the size, structure and culture of a company. 
In large companies, HR departments and Safety and Health departments are two separate entities. 
 
From the HR perspective, Safety and Health functions are partners of the HRM functions 
in organizations (Mondy & Martocchio, 2016). They added further that safety involved protecting 
employees from injuries caused by work – related accidents, while health, on the other hand, 
refered to the employees’ freedom from physical or emotional illness (p.27). These aspects of the 
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job are important because employees who work in a safe environment and enjoy good health are 














                                          Figure 1 The OSH-HRM Relationship 
 
The burning issue in this paper is to determine whether CEOs of the cement manufacturing firms 
in Malaysia, Pakistan and Bangladesh viewed the OSH functions and HRM functions in their firms 
as an integrated functions as proposed by Mondy and Martocchio’s (2016) HRM model and theory 
or as two separate entities as found by Kelloway and Arlal (2005). 
 
 




This study had adopted the comparative case study method which was qualitative in nature. 
According to Yin (2009; 2014), a case study is an empirical enquiry that investigates a 
contemporary phenomenon within real life context especially when the boundaries between the 
phenomenon and the context are not clearly seen or defined. Yin (2009; 2014) viewed also that a 
case study can be single or multiple case studies. The latter is also known among scholars as 
comparative studies where a researcher is trying to compare between two or more cases or subjects 





Three developing countries namely Malaysia, Pakistan and Bangladesh were selected for the study. 
Within the countries, three cement manufacturing firms in each country were selected for the study. The 
cement industry was chosen as it was anticipated that it would play an important role in the development 
of the economy of each of the said country. The basic sources of information for cement manufacturing 
firms were the cement manaufactuer associations namely the  Cement and Concrete Association of 
Malaysia (CNCA), the All Pakistan Cement Manufacturers Association (APCMA) and the Bangladesh 
Cement Manufacturers Association (BCMA). Additional information were obtained from  the International 
Labor Organization (ILO)(2015a; 2015b; 2015c). From the country directories, three top cement 
manufacturers in each country were identified and selected. The research tool for the study was the 
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Table 1 The CEOs to be Interviewed 
 
Malaysia Pakistan Bangladesh Total 







An interview protocol comprising five questions was designed (refer Table 2).  
 
 





1 Is the HR function effective in your firm?
2 Do you view HR department as performing a 
strategic function in your firm?
3 In your firm, does the Safety & Health department  
exist separately than the HR department?
4 Does your HR department play any role at all in the 
Safety and Health matters in your firm?
5 Do you believe that it would be better for your firm 




Three interviewers  did the interviews with the nine CEOs of the selected firms (as inTable 1). The 
Malaysian interviews were done by the main author; the Pakistani interviews were done by the Pakistani 
partner based in Pakistan and the Bangladeshi interviews were conducted by the partner who was based in 
Bangladesh. Each interview was done through the telephone and it took between 20 to 30 minutes each. 
According to Bryman (2012), telephone interview is quite common in survey research and it is cost effective 
(p.488). 
 
DATA ANALYSIS AND DISCUSSION 
 
The profiles of the Malaysian CEOs are shown in Table 3. It can be seen from Table 3 that CIMA 
had a male Malaysian Malay CEO in his 60s; Hume had a male Malaysian Chinese CEO also in his 60s 
while Tasek also had a male Malaysian Chinese in his 60s. The two Malaysian Chinese CEOs of Hume and 
Tasek had engineering degrees while  CIMA had a Malay CEO from the finance background and had also 
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          Table 3 The Malaysian Respondents/Interviewees 
 
Item/Firm CIMA Hume Tasek 
Age 60s 60s 60s 
Gender Male Male Male 
Ethnic Malaysian Malay Malaysian Chinese Malaysian Chinese 
Education BScFinance; MSc 
Leadership 
BSc Engineering BSc Engineering 
Position CEO CEO CEO 
 
 
The profiles of the Pakistani CEOs are shown in Table 4. It can be seen from Table 4 that Bestway had a 
male Pakistani CEO in his 60s; Cherat had a male Pakistani CEO in his 60s while Fecto had a male Pakistani 
CEO in his 70s. In terms of qualifications, Bestway’s CEO was a Chartered Accountant; Cherat CEO was 
engineer with an MBA degree while Fecto’s CEO was an engineer. It can be said that the CEOs from two 
cement firms in Pakistan had engineering background while one CEO was a Chartered Accountant. 
 
          Table 4 The Pakistani Respondents/Interviewees 
 
Item/Firm Bestway Cherat Fecto 
Age 60s 60s 70s 
Gender Male Male Male 






Position CEO MD CEO 
 
 
The profiles of the Bangladeshi CEOs are shown in Table 5. It can be seen from Table 5 that Shah Cement 
had a male Bangladeshi CEO in his 50s; Mir Cement had a male Bangladeshi CEO in his 60s while Mi 
Cement also had a male Bangladeshi CEO in his 60s. In terms of qualifications, all the Bangladeshi cement 
firms had CEOs with engineering degrees. It can be said all the CEOs of the three cement firms in 
Bangladesh had technical background.   
 
Table 5 The Bangladeshi Respondents/Interviewees 
 
Item/Firm Shah Cement Mir Cement MI Cement 
Age 50s 60s 60s 
Gender Male Male Male 
Ethnic Bangladeshi Bangladeshi Bangladeshi 
Education BSc Engineering BSc Engineering BSc Engineering 
Position CEO CEO CEO 
 
Generally, it was observed that the cement firms in Malaysia, Pakistan and Bangladesh were run by male 
CEOs who were quite senior (in their 60s) and very experienced. 
 
The findings based on the interview protocols for the Malaysian CEOs can be seen in Table 6; the findings 
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The Question CIMA Hume Tasek 
1 Is HR function effective in your firm? Yes 
excellent
Good Good 
2 Does your HR department perform a 
strategic function? 
Yes No No 
3 Is your Safety & Health department separate 
from HR department? 
Separate Separate Separate 
4 Does your HR department play any role at 
all in Safety & Health? 
Yes No No 
5 Should your Safety & Health and HR 
departments be integrated under one 
department: 
Yes No No 
 




The Question Bestway Cherat Fecto 
1 Is HR function effective in your firm? Good Good Good
2 Does your HR department perform a 
strategic function? 
Yes No No 
3 Is your Safety & Health department separate 
from HR department? 
Separate Separate Separate 
4 Does your HR department play any role at 
all in Safety & Health? 
Yes No No 
5 Should your Safety & Health and HR 
departments be integrated under one 
department: 
Yes No No 
 
 




The Question Shah 
Cement
Mir Cement MI Cement 
1 Is HR function effective in your firm? Good Good Good





3 Is your Safety & Health department separate 
from HR department? 
Separate Separate Separate 
4 Does your HR department play any role at 








5 Should your Safety & Health and HR 
departments be integrated under one 
department: 
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The Question Malaysia Pakistan Bangladesh
1 Is HR function effective in your firm? Good Good Good
2 Does your HR department perform a 
strategic function? 
Yes/No No. No 
3 Is your Safety & Health department separate 
from HR department? 
Separate Separate Separate 
4 Does your HR department play any role at 
all in Safety & Health? 
Yes/No Yes/No No.. 
5 Should your Safety & Health and HR 
departments be integrated under one 
department: 




From Tables 6, 7 and 8, it can be deduced that all CEOs of the cement firms in Malaysia, Pakistan and 
Bangladesh believed that their HR departments were good in carrying out their duties. But on the question 
of whether their HR departments had played a strategic function, most CEOs stated that their HR 
departments were basically administrative. Only two CEOs, one from CIMA (Malaysia) and the other from 
Bestway (Pakistan) had indicated that their HR departments had played some strategic roles. This could 
be considered as strategic HRM (Ulrich, 1997a’ 1997b)The other seven CEOs from Malaysia, Pakistan and 
Bangladesh emphasized that their HR departments did play strategic roles. On whether their OSH 
departments and their HR departments were integrated under one department, all the CEOs of the nine 
cement manufacturing firms in Malaysia, Pakistan and Bangladesh (refer Table 9) confirmed that the OSH 
and HR departments were separate in their respective firms. This finding was in line with Kelloway and 
Arlal’s (2005) study which found that in large companies, the HR departments and the OSH departments 
were divided into separate entities. According to Mondy and Martocchio (2016), this practices by the cement 
firms were not correct as they were not following the concept of strategic human resource management as 
proposed by HR scholars (Fitz-enz & Mattox II, 2014; Schuler & Jackson, 2014;  Schuler, 1990 ).. This 
concept was created by the scholars concerned to enable organizations to practice effective human 




CONCLUSION AND LIMITATION OF THE STUDY 
 
This paper had attempted to investigate whether the CEOs in the cement manufacturing firms in 
three developing countries namely Malaysia, Pakistan and Bangladesh have the positive perceptions on the 
issue whether OSH management was part of an organization’s human resource management (HRM). It was 
discovered that most firms in the three countries had viewed HRM as an administrative function. Thus all 
the firms were found to have separate Occupational Safety and Health (OSH) department and HR 
department. They were not under one roof. This was regarded as a wrong practice of HRM. The concept of 
HRM was supposed to be strategic in nature and not administrative as the previous work of managing 
people in organizations known as “Personnel Management”. According to Mondy and Martocchio (2016), 
an effective practice of HRM should have at least six HR function (staffing, HRD, compensation, employee 
and labor relations, performance management and occupational safety and health). In this study, it was 
found that generally in all nine firms in the three countries had treated OSH as a technical function and thus 
should not reside in HR department of organizations. This perception among the CEOs of the firms 
concerned (and other firms too) should be corrected. 
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 This paper had its share of limitations. It was attempted as an exploratory study (comparative case 
studies). It had covered only nine manufacturing firms. Probably in  future, a comprehensive survey should 
be conducted to cover the whole cement industries in Malaysia, Pakistan and Bangladesh. Then the findings 
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